Lockport, Town of and CSEA, Local 1000 AFSCME, AFL-CIO (2003) (MOA) by unknown
 
NYS PERB Contract Collection – Metadata Header 
 
This contract is provided by the Martin P. Catherwood Library, ILR School,  
Cornell University.  The information provided is for noncommercial educational use only.   
 
Some variations from the original paper document may have occurred during the 
digitization process, and some appendices or tables may be absent.  Subsequent 
changes, revisions, and corrections may apply to this document. 
 
For more information about the PERB Contract Collection, see 
http://digitalcommons.ilr.cornell.edu/perbcontracts/ 
 
Or contact us: 
Catherwood Library, Ives Hall, Cornell University, Ithaca, NY 14853 
607-254-5370    ilrref@cornell.edu 
 
 
Contract Database Metadata Elements   
 
Title: Lockport, Town of and CSEA, Local 1000 AFSCME, AFL-CIO (2003) (MOA) 
 
Employer Name: Lockport, Town of  
 
Union: CSEA, AFSCME, AFL-CIO 
 
Local: 1000 
 
Effective Date: 01/01/03 
 
Expiration Date: 12/31/06 
 
PERB ID Number: 9179 
 
Unit Size: 13 
 
Number of Pages: 42 
 
 
 
For additional research information and assistance, please visit the Research page of 
the Catherwood website - http://www.ilr.cornell.edu/library/research/ 
 
For additional information on the ILR School - http://www.ilr.cornell.edu/ 
C:Lockport CSEA Drug and Alcohol Testing MOA draft of 1 1-21 -03 
1 of5 
Memorandum of Agreement 
by and between 
Town of Lockport 
and 
CSEA 
( ~ \ 3 i  \ o h  
It is hereby agreed by and between the above parties as follows: 
1. In accordance with this agreement. all employees covered by this bargaining mir a-e now 
subject to reasonable suspicion testing for drugs and alcohol. The drugs that \ \ i l l  t e  
sub.ject to this testing are marijuana. cocaine. amphetamines. opiates(inc1uding Iier~~in) 
and phencyclidines (PCPs). 
7 
-. Testing will only be ordered if a trained Department Head has reasonable sus~ic io~i  ha[ 
an employee has engaged in prohibited use of drugs and/ or alcohol. 
Employees' alcohol and drug test results and records will be xainmined under 5tric.t 
coniidentiality by the Town of Lockport. the drug testing labo~atory. the alco!lo' tr iting 
facility. and any medical review officer. The results canno1 be released to an!  art: 
except a substance abuse professional. without the written consent of the emp. )yet. 
except in any pertinent disciplinary proceeding. Statistical rec~rds  and report:. wil! he 
maintained by the Town of Lockport and the alcohol and dmg testing pro\ idci. Ilt c:lrcls 
concerning employee's treatment for alcoholisn~. or drug-relattd problems. sl~11l r t n h  
separate t'rom other personnel files. 
4. Refusal to submit to an alcohol or a drug test subject to this polic;: may result in 
disciplinary action. Any violation of this agreement by a unit employee may x: groi:uds 
for disciplinary action in a progressive manner. 
5 .  No employee shall use. distribute. dispense. possess. or manutacture any i l le~al  clrqs cln 
a job site or Town property, while on duty or while in a Town- owned vehicl~:. rl \ t  h;clc 
leased for Town business. or a privately owned vehicle being used for Town !-as.n~:s> 
during the employee's working hours. 
0. The Town Board or designee shall arrange for training of all Cepartment Head; i\.hc ma:/ R E C E I V E w t i l i z e d  to determine.' reasonable suspicion" 
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A. Department Head Responsibilities - 
Department Heads are responsible for participating in a certified training prograr-I 
approved by the Employee's Assistance Provider Administrator to include the follovving: 
1. Department Heads are responsible for determining, through direct observation. nh:ther 
an employee is capable of performing hisiher assigned duties. Symptoms of k i n 2  mder 
the influence of alcohol or drugs include incoherent or belligerent speech. the prcscnce of 
the smell of alcohol, difficulty working, employee sleeping or unconscious whlle on dut!, 
or other erratic or unusual behavior uncommon to the employee s ~ c h  as would constitute 
reasonable suspicion of drug or alcohol use. 
2. The Town Supervisor shall ensure that all employees covered by t'nis agreement :eccive :l 
copy of the Town policy and educational materials that explain the requirements of'the 
drug and alcohol testing procedures prior to start of testing for substances am. :llco I(: I 
pursuant to this policy. Union Representatives shall also be notified of the disiribution of 
this information. 
3. Employees who are suspected of being unfit for duty may not remain at the \\cx-kplac:e. 
Such incidents and situations as described in paragraph number 1 above shoul~! be 
witnessed and documented in writing immediately. An employee who is i m p  red should 
not be allowed to drive home from the workplace and such situations will be I~andlecl 
pursuant to paragraph number 5 below. 
4. Employees who are suspected of being unfit for duty as a result of alcohol or drug l>ie 
may be directed for reasonable suspicion based drug and1 or alcohol testing. . \ l'ter 
reasonable suspicion testing issues have been resolved, the employee may an-xge 
transportation home with a member of hisiher family or friend of the employ-1:. or in a 
taxi at the employee's expense. If all other alternatives have been exhausted. r c  
Department Head may allow an employee to be driven home in a Town vehiclc. 
5 .  The fact that an employee, allegedly under the influence of alcohol or drugs, ,:,2s .13i 
allowed to remain at work is not considered a disciplinary suspension. absent >ny other 
misconduct. The employee will be paid for the day in fbll without charge to .L;;~LL;L~:,. 
After removal is achieved, the Department Head will review M hetl~er discipli -AT/ c barges 
and suspension or other administrative actions are appropriate. Each situation w ~ l l  t 2 
evaluated on a case-by-case basis. 
Page 2 of 5 
C:Lockpurt CSEA Drug and Alcohol Testing MOA draft of 1 1-2 1-04 
Town Responsibilities 
It is the policy of the Town of Lockport that: 
1 .  A drug and alcohol free workplace be maintainud through the dforts and per:cxl;d 
examples of management. 
3 . All employees and Department Heads will be pro~ided with trlini ~g regarding t1.t~. 
provisions of this policy and procedure. The Toun of Lockpo.~ will also train 
Department Heads how to recognize behaviors that indicate reasonable suspic.o-I 0:- 
requesting drug and/or alcohol testing. 
3 .  Copies of any documentation relating to this policy ~vill be made available to 111: u l i m  
upon receipt of a signed release from the emploqez affected. 
General Provisions 
1 .  Testing will be performed by an outside agency. i n  order that i.npartiality and 
confidentiality are ensured. Both the drug and alcohol test will be (conducted by cci ti:ied 
professionals. In both instances. confirmation testing will be conducted shoulc. t'le init:aI 
test prove positive. In the case of alcohol testing. all testing shall Ix done by 
breathalyzer. and/or blood test. In the case of any drug test. specimen collecti~.: l i :11q be. 
observed if the testing agency deems it to be necessan. 2nd all specimens will tx 
separated into two (2) samples. If the initial sample is positive. then the empiaj.c::: h.1~ .he 
right to request that the split sample be tested at a laboratory o -  hisiher own c-.;)ice 
(within seventy- two (73) hours of being notitied by the Medical F-eview Of tkx) .  ~t th: 
employee's expense. However. if the results ot'the split sample tests show thx  t . x  i~:itial 
test results to be a false positive. the Town will assume the cost of the split sanlplc t w  
and the employee will be reimbursed for any work time lost baed  on action tnliltn 31-. the 
first sample results. The Town shall pay all costs associated nith :he adminim-aticn of' 
the alcohol/ drug tests. 
3 
-. XI time spent in administering testing, including ;ravel time. \ \ d l  be paid at ~ h :  
en~ployee's regular rate of pay. or at their overt:nx rate if applicable. Emplo! tz:, ~ i i i l  be 
on  the payroll up until the time that an initial posiiive test reswt has occurred. 
Positive Test Results 
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1. Positive test results for an employee shall be defined as refusal to 1.ake a drug 111- alconol 
test, refusal to give a sample when requested, refusal to otherwise co-operate v.itn .he 
testing procedure, or a positive test result, as determined by testing and c o n f i k d  3) split 
sample testing, if so requested by the employee. If split sample testing is not seque:;tr:d b:~ 
the employee, then the initial positive test result shall constitute a ?ositive test rzsult. 
3 
. The following are the consequential actions resulting from positive results: 
ALCOHOL (Concentration of .08 or greater) or DRUGS: 
MARIJUANA, COCAINE, AMPHETAMINES, OPIATES ( INCLUDING HEROIN:. AP.II) 
PHENCYCLIDINES (PCPs) 
a. First Instance 
b. Second Instance 
c. Third Instance 
Mandatory EAP Referral and Written Re ~rin~aiid 
Up to thirty (30) days suspersion and hCmda.o;y 
EAP Referral 
Termination (within two (2) years of thc date c 1'tlie 
second instance). 
3. However, nothing in the policy or procedure shall preclude any disciplinarj procced.ng cr 
consequences if an employee engaged in any other misconduct while under the int1uc:-ce c ' f  
alcohol or drugs and the employee was tested and a positive test result was obtained. St-e Town 
reserves the right to discipline for such other misconduct based upon just :awe. 
4. Accruals- An employee who is absent from work as a result of a positive test c: r 21s a 
result of his or her compliance with an EAP sponsored rehabilitation program will bc :dlo~vt:d .:o 
use any leave time pursuant to the collective bargaining agreement, in accordance ~ v i  tk .  fie 
regulations and restrictions contained within the current collective bargaining agreen.l:nr. 
5.  Nothing in this policy shall be construed as a denial of rights guaranteed by ;Ill: 
Collective Bargaining Agreement or State or Federal law. The request to undergo a ~ w s o ~ l a d e  
suspicion drug test shall not be considered to be an illegal, unlawful, or unconstitutio~isl st:arch 
or seizure and the only adverse consequences for the improper testing of an employee shall x as 
indicated in this policy. 
6. Any discipline that may result from a violation of this policy shall be subject to  I i l l :  
Discharge and Discipline provisions of Article 8 of the Collective Bargaining Agreemm 
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7 .  The Unit Union President shall be provided with notice of an!. baygaining unit 
meinber(s) who are tested within two (2) business days of the test. The Union may t11erea;'ter 
relieu. any negative reasonable suspicion testing through the contract's grievance and arbitration 
procedure initiated at step 3. Should an arbitrator ultimately deternlinz th,3t there was bad faith 
on the part of the Department Head who initiated the reasonable suspicion test. or thar he!she 
otherwise acted in an arbitrary or capricious manner. an arbitrator ma\- only award an emp.oyee 
involved up to one day's pay, at straight time rate. restoration of any time-off accruals uri1iz:d as 
a direct result of the testing, and destruction of any records involved. These are the cnly 
permitted awards in such instance. 
IMPLEMENTATION 
1 .  The Town shall not unilaterally change anything in this polic! . 
7 -. No testing, pursuant to this policy shall be done until and unle:;s the Town imple:nmts an 
En~ployee Assistance program and completes reasonable suspiciori training for r l x  
Department Heads involved. 
.I(; WEED TO BY BOTH PARTIES: 
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IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
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PREAMBLE 
WHEREAS the Civil Service Employees Association Local 1000 filed' a petition for 
recognition with the New York State Public Employment Relations Board on September 3, 2002 
under Case No. C-5247, and 
WHEREAS the Town of Lockport, on or about November 19,2002 formally recognized the 
Civil Service Employees Association Local 1000 as the sole and exclusive bargaining unit, pursuant 
to the Taylor Law, Section 207 of the New York State Civil Service Law. 
BE IT RESOLVED as follows: 
1. The unit recognized includes the following titles: 
All full-time and part-time employees in the following titles: Court Clerk, Clerk (Water), Clerk 
(Building and Assessing), Data Processing Control Clerk, Deputy Town Clerk 1 Deputy Registrar of 
Vital Statistics, Deputy Building Inspector and Deputy Assessor, and any other titles that may be 
created by the Town that the parties agree that such titles share a community of interest with this 
bargaining unit. Should the parties not agree to placement in this unit . either party reserves its 
statutory rights to petition PERB for a placement determination. 
2. The following titles are hereby excluded from certification and recognition as part of the 
unit : 
a. Assessor and Building Inspector; 
b. All other employees and Officials of the Town of Lockport. 
c. All other part time employees of the Town of Lockport. 
ARTICLE 1 - CONCERNING THIS AGREEMENT 
SECTION 1.1 - DEFINITIONS 
1.1.1 "Town" means the Town of Lockport and applies to all persons (such as the ' 
Supervisor) and bodies (the Town Board), authorized to act on behalf of the Town. 
1.1.2 "Board" means the Town Board and applies only when it is intended that 'he Board 
shall act or refrain from action. 
Town 
itself 
1.1.3 " Town Supervisor" means the person elected to the position of Town Supervisor. 
Anything which this Agreement requires or permits the Town Supervisor to do may be done by the 
person designated by the Town Board to act on behalf of the Town as Acting Town Supervisor. 
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1.1.4 "Association" means the Civil Service Employees -4ssociation. Inc.. Local 1000. 
AFSCME. AFL- CIO . 
1.1.5 "Party" means the Town or the Association. 
1.1.6 "Parties" means the Town and Association. 
1.1.7 "Agreement" means this Agreement, all appendices referred to in this Agreement. and 
all amendments to this Agreement. 
1.1.8 "Employee" means a person holding a position included in the Preamble of this 
Agreement. 
1.1.9 Only full-time employees shall be eligible for fringe benefits under this Agreement 
unless a provision expressly states otherwise. 
1.1.10 Gender Neutral Agreement. Any provision of this agreement referring to either a male 
employee or a female employee shall apply with equal force and effect to an employee of the opposite 
eender. 
L. 
1.1.11 " Department Head" means either the Town Clerk. 'ronm Building Inspector. or Town 
Assessor. 
1.1.12 " Immediate Supervisor" means any of the titles i n  I .  1 . 1  I above, and also rhe Deputy 
Assessor and Deputy Building Inspector. 
1.1.13 - Part-time employees eligible for fringe benefits- In order to be eligible for fringe 
benefits pursuant to this agreement, part-time employees must b= employed in a title within the 
recognition clause of this agreement. and assigned to a regular weekl! schedule of at least seventeen 
( 17 ) hours. or more per week. 
SECTION 1.2 INTERPRETATION AND LEGAL EFFECT 
1.2.1 COMPLETE AGREEMENT - This Agreement shall constitute the full and complete 
commitment between the parties and may be altered. changed. added ta. deleted from or modified only 
through the voluntary mutual consent of the parties in a written. signed amendment to this Agreement. 
The Association agrees that all negotiable items have been discussed during the negotiations leading 
to this Agreement, and agrees that the negotiations will not have to be reopened on any item. whether 
contained in this Agreement or not. unless both parties mutuall\~ agree. in writing. to re-open 
negotiations on a specitic item or items. The operation of the Toun and direction of employees are 
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vested exclusively in the Board. 
1.2.2 SAVINGS CLAUSE - No provision of this Agreement shall be interpreted so as to be 
in conflict with any provision of law. If the Agreement requires a party or employee to do anything 
that is prohibited by law, the obligation is invalid, but all other obligations imposed by this Agreement 
remain valid. Should any provisions of law make invalid a provision of this Agreement, the parties 
shall meet within thirty (30) days for the purpose of negotiating a lawful replacement provision. 
1.2.3 LEGAL EFFECT - Any provision ofthis Agreement which cites a law. rule or regulation 
is intended to be and shall be interpreted as being a descriptive summary of such law, rule, or 
regulation. With respect to the subject matter of any such provision of the Agreement. it is the 
intention of the parties that the provisions of the cited law, rule, or regulation shall control. 
1.2.4 MANAGEMENT RIGHTS - Except as expressly limited by other provisions of this 
Agreement, including the grievance procedure, all of the authority, rights and responsibilities 
possessed by the Town are retained by it, including but not limited to, the right to determine the 
mission. purposes, objectives and policies of the Town; to determine the facilities, methods, means 
and number of personnel for the conduct of the Town's programs; to examine, select. recruit. hire, 
appraise, train, retain, promote, assign or transfer employees, pursuant to law; to direct deploy and 
utilize the work force; to establish specifications for each class of positions. and to classify or 
reclassify, and to allocate or re-allocate new or existing positions in accordance with law; and to 
discipline or discharge employees in accordance with law and the provisions of this Agreement. The 
Town retains the sole right to determine whether and to what extent the work required in operating its 
business and supplying its services shall be performed by employees covered by this Agreement except 
that utilization of non- unit employees or contractors will not result in a layoff of bargaining unit 
employees or a reduction in their normally scheduled hours. Nothing in this paragraph or entire 
agreement would prohibit the abolition of a vacant position for any reason. All terms and conditions 
of employment not covered by this Agreement shall continue to be subject to the Board's direction and 
control. This contract incorporates the entire understanding of both parties on all issues which have 
been discussed during negotiations; therefore, both parties agree that negotiations will nor be re-opened 
on any item, whether contained herein or not, during the life of this contract unless mutually agreed 
upon in writing. 
The Town also reserves the right to hire temporary and 1 or seasonal employees each Fear, on 
an as needed basis but the duration of temporary employee shall be limited to six (6) months. or the 
equivalent of the length of leave granted a regular employee for whom the temporary hire is 
substituting to accomplish bargaining unit work when and where it deems it appropriate. 
The Town also reserves the right to hire seasonal employees to assist regular employees, but 
the duration of seasonal employees shall be limited to six(6) months, and seasonal empioyees will not 
be used to replace regular employees or to perform bargaining unit work when a regular employee of 
the bargaining unit is on a layoff. 
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Not by way of limitation of the foregoing clause. the Town retains the right and responsibility. 
subject always to the terms of this Agreement, to: 
Hire, discharge. transfer, suspend and discipline employees: 
Determine the number of employees required to be employed. laid off or discharged: 
Determine the qualifications for employees; 
Determine the starting and quitting time and the reasonable hours to be worked by its 
employees; 
Make any and all reasonable rules and regulations; 
Determine the work assignments of its employees: 
Determine the basis for selection. retention, and promotion of employees to or for occupations 
within the Bargaining Unit established by this Agreement subiect to Civil Service Law. 
Determine the type of equipment and the sequence of work processes; 
Determine to make technological alterations by revising either processes or equipment; 
Determine work standards and the quality and quantity of work to be produced; 
Establish, expand, transfer, andlor consolidate work and facilities: 
Transfer or subcontract work, provided there is no layoff of bargaining unit employees or 
reduction in the normally scheduled hours of employees not laid-off. 
Terminate or eliminate all or any part of its work or facilities: 
Request a druglalcohol test of an employee where reasonablz suspicion exits, subjec~ to the 
attached drug/alcohol testing policy. 
1.2.5 PAST PRACTICES - Unless this Agreement expliciriy requires it to, the Town is 
under no obligation to continue any past practice. 
SECTION 1.3 RECOGNITION AND OTHER ASSOCIATION -TOWN RELATIONS 
1.3.1 RECOGNITION - The Town agrees to recognize the Association as the sole and 
exclusive representative for the purposes of collective negotiations and the administration of 
grievances of the employees of the Town in the employer-employee negotiating unit described in the 
Preamble of this Agreement. Such recognition shall extend for the maximum period pernlitted b! law. 
1.3.2 STRIKE PROHIBITION - There shall be no strikes d r  work stoppages for an! reason 
whatsoever. The Association affirms that it does not assert the right to strike against any government. 
to assist or participate in such a strike or to impose an obligation to :onduct. assist or participate in 
such a strike. Furthermore. the Association agrees that it. and its members shall not prel7ent or attempt 
to prevent. or interfere with the right of any person or employee to gain access to any of the Town's 
buildings or property. 
1.3.3 NO REPRISALS - There will be no reprisals of any kind taken against any employee by 
reason of membership in the Association or participation in any of its legal activities. 
Page 4 
3rd draft of Final Agreement-1 1-20-04 
1.3.4 DUES DEDUCTION - The Town will deduct Association membership dues from the 
salaries of employees upon the presentation of voluntary dues deduction authorization cards signed 
by individual employees. The cards shall be submitted to the Town two (2) weeks prior to the payroll 
period the deductions are to begin. The Town will transmit the monies monthly to the Association. 
The Association shall submit to the Town Clerk, prior to the start of each year a notice signed by the 
President of the Association of the amount of dues to be deducted for each employee. The Association 
shall indemnifl, defend and hold the Town harmless against any and all claims, demands, suits, or 
other forms of liability that shall arise out of, or by reason of, action taken or not taken by the Town 
pursuant to this paragraph. The Town agrees to allow employees the use of a single deduction for 
approved CSEA benefits. CSEA, the local unit, and the individual employees involved. agree to hold 
the Town and its employees and agents harmless from any and all liability for these deductions. The 
Association shall defend and hold the Town harmless against any and all claims, suits or other forms 
of liability that shall or may arise by reason of actions taken or not taken by the Town to comply with 
the terms of this provision. 
1.3.5 AGENCY FEE - The Town agrees to deduct from the wages or salary of employees of 
such negotiating unit who are not members ofthe Association the amount equivalent to the dues levied 
by the Association, and shall transmit such monies to the Association. Provided. however, that the 
foregoing provision of this section shall only be applicable in the case that the Association has 
established and maintains a procedure providing for the refund to any employee demanding the return 
of any part of an agency shop fee deduction which represents the employee's pro-rata share of 
expenditures by the Association in aid of activities or causes of a political or ideological nature only 
incidentally related to terms and conditions of employment. The Association shall defend and hold the 
Town harmless against any and all claims, suits or other forms of liability that shall or may arise by 
reason of actions taken or not taken by the Town to comply with the terms of this provision. or in 
reliance on a certification issued by the Association. 
1.3.6 CSEA REPRESENTATIVES - The representatives of the Association. certified by 
written notice to the Town Supervisor each January 2, shall be permitted access to employees in the 
unit. The Association representative will check in at the main office before conducting any business 
with members of the unit. Business should not be conducted that will interfere with the work of the 
employee. 
1.3.7 BULLETIN BOARDS - The Town will allow the Association to post information on 
designated bulletin boards provided by the Town. 
1.3.8 BUILDING USE - The Association may request to use a Town owned or operated 
facility by placing a written request with the Town Supervisor one (1) week in advance of the intended 
date. If the request is granted by the Town Supervisor, and the building is not otherwise open. the 
Association shall reimburse the Town for all costs associated with the use of the faci:ity. 
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SECTION 1.4 NEGOTIATION OF SUCCESSOR AGREEMENTS 
1.4.1 NOTIFICATION TO BEGIN NEGOTIATIONS - The Town and the Association agree 
that either party wishing to amend the existing Agreement shall notif>. the other, in wri:ing, within the 
month of June ( June I through June 30), of its final year. The parties, by mutual written agreement. 
may waive the time limits stated in this section. Should either or both parties determine an impasse 
exits. either or both can request the assistance of PERB consistenr with the laws and rules which 
govern such a situation. 
1.4.2 SELECTION OF REPRESENTATIVES - Both parties in any fiegotiations shall not have 
any control over selection of the negotiating representatives of the ~ t h e r  party and each party may 
select its representatives from within or outside the Town. 
ARTICLE 2 - PERFORMANCE APPRAISAL 
2.1.1 PURPOSE OF APPRAISAL - The Parties agree that the purpose of a performance 
appraisal is to provide feedback to employees about their performance so that employees can meet the 
standards of work expected of them. 
2.1.2 FREQUENCY OF APPRAISALS - The performance appraisal and elduation of an 
employee's performance shall rest with the Town and shall be perforn~ed by the Town in a professional 
manner. Appraisals shall be done by the relevant Department Head of the employees department 
whether or not that Department Head is the employees direct supen.isor. The member shall receive 
from the administration candid evaluations and appraisals of hislher work and sugges~ions on nays 
to correct any deficiencies. The unit member is expected to cooperate in such matters. Emploqees 
who have achieved permanent status (that are not on probation) shall be appraised at least one ( I )  time 
per e a r .  Probationary employees may be appraised and evaluated as many times as :he Town feels 
is necessary. The provisions of this Agreement indicating at least one ( 1) appraisal per \.ear shall not 
prohibit the Town from appraising, either formally or informally. permanent employees more than one 
(1) time per year should the Town feel that that is necessary. Sho~ild the Town feel that a permanent 
employee is not performing well and decides to evaluate that emp!o)ee more than one (1) time in a 
year: there will first be a meeting with the employee. and if request4 by the employee. the emploqee's 
representative. and the Town Supervisor or hislher designee for the purpose of giving the employee 
the reasons and areas in which the employee needs to improve. 
2.1.3 APPRAISAL CONFERENCE - An employee may request to have any of hisiher 
appraisals discussed with the appraiser. Each appraisal shall be signed by the emplo!.ze signifying 
review with the employee. however, such signature does not signify agreement with [he appraisal. 
An appraised employee shall have the right to respond to hislher appraisal in writing which shall be 
filed with the appraisal in the employee's personnel file. 
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SECTION 2.2 PERSONNEL FILE 
2.2.1 EMPLOYEE REVIEW OF PERSONNEL FILE - An employee may request to review 
hislher personnel file maintained by the Town. Such request for review shall be in wri~ing, scheduled 
at amutually convenient time and be observed by a Town representative. Excluded from review shall 
be any confidential materials. Confidential materials as defined in this section shall include 
recommendations for employment or promotion, as well as initial employment references. 
2.2.2 COMPLAINTS CONCERNING EMPLOYEES - Any complaint concerning an 
employee which is to become a matter of record shall be discussed by a Town representative with that 
employee before it is placed in the Town's personnel file on that employee. An employee shall sign 
said material which shall serve as acknowledgment that the matter has been reviewed. but does not 
signify agreement. 
2.2.3 EMPLOYEE RESPONSES - An employee shall have the opportunity to include in 
hislher personnel file, maintained by the Town, a written response to any material contained therein. 
ARTICLE 3 - LEAVES OF ABSENCE 
SECTION 3.1 SICK LEAVE 
3.1.1 SICK LEAVE ALLOTMENT - Sick leave, with regular pay, shall be grtlnted to all full 
time employees and shall accrue at the rate of one (1) day per month following an employee's initial 
six (6) months of continuous full-time service and may accumulate up to twelve (12) days per fiscal 
year. Sick leave shall be used only for the personal illness of the individual employez. 
B. Sick Leave Allotment for Part-time employees: Part-time employees shall be eligible for 
the accrual of sick leave credits at the rate of one-half (%) day credit per month. and a total 
accumulation of fifty (50) half-days of sick leave accumulation. If a part-time empioyee is absent 
without pay at any time during the month, such employee will not be entitled to an accrual for that 
month, unless the time is made up during the month and there is no unpaid leave time. 
3.1.2 SICK LEAVE - ACCUMULATION - These sick leave days shall accrue at the rate of 
one (1) day per month for all full-time employees to a maximum accrual of one hundred thirty - five 
( 1  35) sick leave days. An employee changed to a position with different hours shall transfer hislher 
accumulated sick time to hisher new position, based on the number of hours  regular:^ assigned per 
day accumulated prior to transfer. Once an employee reaches the maximum amount of accrued sick 
leave. no more sick leave credits will be earned by the employee. except to the extent of restoring 
credits subsequently drawn for sick leave and thereby buiIding up accruals again to the appropriate 
number of maximum days. 
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3.1.3 SICK LEAVE - VERIFICATION - The Town has the right to require a doctor's 
statement andlor examination by a doctor of the Town's choice to 1:erify the use of sick leave in any 
instance. If a person is absent for three (3) consecutive days. a doctor's certificate must be provided 
unless waived by the Town Board. All leaves of any kind (other than sick leave) are subject to the 
approval of the Town. The Town retains the right to require evidence in support of any leave time 
(including sick leave time) requested by the employee. 
3.1.4 SICK LEAVE REPORTING AND RECORDS - In order to be paid for sick leave, an 
employee must notify his department head or the Town Clerk withic one- half hour of rhe employee's 
start time. Sick leave records shall be kept regularly and recorded in the employee's personnel file and 
records of sick leave accumulation and use shall be available for review by the Town Board. 
3.1.5 SICK LEAVE - CASH OUT AT RETIREMENT -For all employees hired before June 
16.2004, a maximum of one hundred five (105) days of accumulared sick days can be taken in cash 
at the current rate upon voluntary separation from Town employn~ent provided the employee has at 
least ten (10) years of continuous service with the Town at the time of separation. 
For all employees hired after June 16,2004, a maximum of fift!, (50) days of accumulated 
sick days can be taken in cash at the current rate upon retirement from Town employment and 
immediate eligibility and receipt of NYSLERS retirement benefits. 
Employees hired after June 16, 2004 leaving Town service. other than retirement. whether 
\,oluntarily or involuntarily, shall not receive pay for accrued sick leave. 
3.1.6 SICK LEAVE CALCULATIONS - Calculations of sick leave shall be based on an 
employee's anniversary date. The unit for computation of sick leace shall not be less than one-half 
(%) days. Credits cannot be earned for the period an employee is on leave of absence without pay. 
under disciplinary suspension involving the loss of working time. or for employees who are on 
Worker's Compensation or on sick leave. For the calculation of sick leave credits. the time recorded 
on the payroll at the full rate of pay shall be considered as time "ser\.edm' by the employee. Sick leave 
shall be taken in no less than one-half day increments . 
3.1.7 SICK LEAVE FOR MEDICAL1 DENTAL VISITS- Leave for dental or medical visits 
is at the discretion of the Department Head. Each such absence in excess of two hours shall be 
charged to earned sick leave credits in one-half day units . Each employes shall present a slip signed 
by hislher doctor or dentist when returning to work. The privilege of using ru.o hours for 
dentallmedical appointments is to be used only for the emp!oyed person and not for the 
accompaniment of other family members to medical or dental visits. This privilege is at the discretion 
of the Dept. Head, shall not be unreasonably denied and any denial shall not be subject to the 
grievance procedure. 
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SECTION 3.2 PERSONAL LEAVE 
3.2.1 PERSONAL DAYS - ALLOTMENT - All full-time employees shall be entitled to three 
(3) days of personal leave with pay each year to be utilized for personal reasons. In order to take a 
personal leave day the employee must inform the department head or Town Supervisor of leave to be 
taken for personal reasons at least one (1) day (twenty-four hours) prior to said leave, unless the 
situation requiring the leave is an emergency. If an emergency situation arises, the employee may 
claim personal leave immediately. Claiming leave for personal reasons shall not reduce the 
accumulated sick leave of the employee. An employee is not eligible for personal leave days until the 
completion of six (6) months employment, after which time personal leave available will be prorated 
(1.5 days),until an employee's anniversary date when the allotment shall become three days per year. 
Personal leave days are not cumulative and expire at the end of the calendar year. except that a pro 
rated benefit earned by a new employee during the first full year of service (1.5 days) may be carried 
into and used in the following year. 
3.2.2 PERSONAL DAYS - JUSTIFIABLE REASONS - The following reasons are justifiable 
for such requests: 
(a) Personal business-financial, real estate, health, etc. 
(b) Funeral for someone other than the immediate family. 
(c) College graduation involving the employee or hisher child. 
(d) Parent taking child to or from college (one (1) in family may take a personal day.) 
(e) Other reasons may be acceptable as determined by the Town Supervisor. These other 
reasons set no custom, practice, or precedent for other employees in the unit. The Town Supervisor's 
decision to grant or deny other reasons is non-reviewable and not subject to the grievance procedure. 
3.2.3 PERSONAL DAYS - INADEOUATE REASONS - The following reasons are not 
considered adequate: 
(a) Extended vacation before or after holidays except in case of emergency. 
(b) Participation in sports events. 
(c) Interview for another position. 
(d) Hunting, fishing, trapping. 
(e) Shopping 
(f) Trip with husband or wife. 
SECTION 3.3 LEAVE OF ABSENCE WITHOUT PAY 
3.3.1 LEAVE OF ABSENCE WITHOUT PAY - A leave of absence without pay may be 
granted for justifiable reasons at the sole discretion of the Town Board for a period not ro exceed six 
(6) months to a full - time employee. Any such application shall be in writing and shall state the reason 
for the requested leave and its duration. A leave of absence without pay will not result in the loss of 
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benefits accrued by the employee prior to the commencement of such leave. Such leave shall be 
without fringe benefits during the duration of the unpaid leave of absence. An employee wishing to 
continue group health insurance benefits during unpaid leave of absence must remit payment of the 
full premium to the Town at least one week prior to the commencement of the month during which 
coverage is to be provided. Failure to report to work at the end of the leave period will be considered 
a voluntary resignation. 
3.3.2 PRIOR NOTIFICATION FOR LEAVE - An employee making application for general 
leave of absence will do so in writing at least thirty (30) working days prior to the date that the leave 
is to begin. The application shall include the beginning and termination dates of such leave. 
3.3.3 NOTIFICATION OF RETURN - The employee must zontact the Town Supervisor in 
writing. not later than fifteen (1 5) working days prior to the ending period of such leave concerning 
hislher plans upon return. Unless an extension is requested and granted. or the employee signifies 
hislher intention to return to service at the expiration of the 1eak.e. the Board shall be entitled to 
terminate the employee's service with the Town. 
3.3.4 BOARD DISCRETION - The Town Board in its complete discretion shall approve or 
reject the leave of absence within thirty (30) calendar days of such application. The rejection of such 
leave shall not be subject to the grievance procedure and the granting of said leave shall not establish 
a custom. practice or precedent for future applicants. 
SECTION 3.4 - BEREAVEMENT LEAVE 
3.41 - A. LENGTH OF LEAVE - Any member shall be crtitled to apply for bereavement 
leave not to exceed four (4 ) consecutive work days at the normal stmight time rate of pay for a dcath 
in the immediate family as defined below. 
3.4.1. -B. BEREAVEMENT LEAVE FOR PART-TIME EMPLOYEES: Part-time employees 
shall be eligible for two (2) half days of paid bereavement leave. 
3.4.2 DEFINITION OF IMMEDIATE FAMILY- For purposes of bereavement leave. the 
immediate family shall include the employee's spouse. parents. grandparents. child, step-child. brother. 
sister. grandchild. mother-in-law, father-in-law. son-in-law. daughter-in-law. or other person 
occupying the position of a parent of the employee . or of his or her spouse. 
3.4.3 PURPOSE OF FUNERAL LEAVE - The purpose of bereavement leave is to allow 
an employee to attend the funeral for such relative. As such the employee must attend the funeral 
unless prohibited due to circumstances beyond the employees' control. .4ny abuse of bereavement 
leave rights and privileges shall subject the employee to denial of paid leave and to disciplinary 
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consequences. 
3.44 ADJUSTMENT - The start date of bereavement leave may be adjusted by the immediate 
supervisor of an employee to deal with unique circumstances such as a delayed funeral. or death out 
of the area. These adjustments shall create no past practice or precedent and are no; subject to the 
grievance procedure. 
SECTION 3.5 OTHER LEAVES AND LEAVE PROVISIONS 
3.5.1 UNAUTHORIZED LEAVE - Any absence ofanemployee from work, including absence 
for a single day or part of a day, which is not authorized by a specific grant of leave under the 
provisions of the Collective Bargaining Agreement, shall be deemed an unexcused absence without 
Pay. 
3.5.2 CONSTRUCTIVE RESIGNATION - An employee will be considered to have 
abandoned employment and consequently will be terminated from service if the employee is absent 
for five (5) consecutive working days without notification to his Department Head. 
3.6 PUBLIC OBLIGATIONS AND SERVICES - JURY DUTY 
Town employees will be compensated by the Town for the difference between the sum paid 
for jury duty (for a period not to exceed six (6) weeks) at his or her normal daily rate of pay from the 
Town. As a condition of receiving said payment, the employee must notify hislher Supervisor that 
helshe has been called to report forjury duty selection and if selected as a juror and he1 she must report 
to work when the jury is not in session during the employee's regular working hours. 
3.7 MILITARY LEAVE 
Military leave should be granted in accordance with New York State Military Law Section 343, 
and according to the laws of the United States . 
3.8 PREGNANCY LEAVE 
3.8.1 PRIOR NOTIFICATION - A full-time employee if wishing to utilize pregnancy leave 
shall notify the Town Supervisor as early as possible, but no less than sixty (60) days prior to the start 
of such leave. 
3.8.2 BEGINNING DATE AND LENGTH OF LEAVE - Pregnancy leave shall begin at the 
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- fifteen ( 15) days annually 
D - After fifteen ( 1  5 )  years of full continuous service. based on an employee's anniversary date 
- twenty (20) days annually. 
Service time shall be computed as one (1)year from the annibersaty date of employment within 
the Town. All such time should be continuous service within the Town. Vacation iime should be 
arranged with the immediate supervisor and is subject to approval by the employee's Department 
Head. Vacations must be earned and may be taken by the employee at a time convenient to the 
Department. with the approval of the Department Head. A maxim~m of two (2) consecutive weeks 
will be allowed. and no more than one (1) employee per department shall be on vacation. except with 
prior approval of the Department Head . 
3.9.2 VACATION - SCHEDULING - An employee must apply for vacation with his 
department head and have his vacation approved by the department head. The department head will 
maintain a six (6) month advance vacation schedule for all employees and said schedule will be 
designed and implemented so that departmental operations may be maintained in an effective and 
efficient manner. No employee may take more than two (2) uee!<s of vacation at one given time. 
unless approved by the Town Board in advance. A department beau ma),. at his discretion allow an 
employee to utilize earned. accrued vacation time at a time other than the scheduled time. h:o request 
for non-scheduled earned vacation time shall be honored by a department head unless the request is 
received at least twenty-four (24) hours in advance, except in the case of an emergency. 
3.9.3 VACATION CARRY-OVER - All vacation time must be used during the fiscal year and 
if not so used will be forfeited. Vacations must be taken during the 12 months period following the 
anniversary date of the employee. Vacation time will not be cumulative. Any exception must be 
approved by the Department Head, the Town Supervisor. and the Town Board. 
3.9.4 VACATION AT TERMINATION - Any employee uho  terminates his employment. 
except for dismissal for cause. is entitled to receive payment for laxt ion  earned but not taken at the 
time of ternlination. including a prorated vacation benefit for the partial )ear in which employment is 
terminated . An employee that has worked less than one ( 1) year 11 i l l  not be entitled to an! ~ x a t i o n  
time or pay upon termination for any reason. 
SECTION 3.10 - PAID HOLIDAYS 
3.10 PAID HOLIDAYS - All employees shall qualify for paid holidays according to the 
following schedule: New Year's Day. Martin Luther King Jr. Day. President's Day. Good Friday. 
Memorial Day. Independence Day, Labor Day, Columbus Day. Election Day, Veteran's Day. 
Thanksgiving Day. the day after Thanksgiving Day, Christmas EL e. Christmas Day. 
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time the employee's physician states that she is no longer capable of performing her duties. Members 
returning after pregnancy leave must have a certificate from the attending physician andlor Town 
physician stating that she is physically fit to perform normal duties. The period of leave is limited to 
six (6) months. 
3.8.3 ADOPTIVE LEAVE BEGINNING DATE - In the event the leave is for an adopted 
child, written notice will be given to the Town Supervisor upon acceptance as an adoptive parent. 
Upon receipt of the child, a second written notification will be given to the Town Supervisor stating 
when the leave will start. 
3.8.4 EFFECT ON PROBATIONARY PERIOD - If a pregnancy or adoptive leave is granted 
before the end of the probationary period, the unit member must complete the unexpired portion of the 
probationary period satisfactorily upon retun from leave before being entitled to permanent Civil 
Service status. 
3.8.5 RIGHT TO RETURN - An employee taking a pregnancy or adoptive leave shall be 
entitled to return to a position in the Town comparable to the one the employee held prior to going 
on leave. The termination date of the leave shall be agreed upon between the employee and the Town 
Supervisor at the time the leave is requested. 
3.8.6 SALARY DURING LEAVE - An employee shall be entitled to use accumulated sick 
leave benefits for a period of thirty (30) working days prior to the date of birth, and for the period of 
disability accompanying child birth (normally either six (6) to eight (8) weeks after the date of birth) 
if said employee has completed at least two (2) full years of service prior to commencement of said 
leave. Any other period of pregnancy leave shall be without pay. 
SECTION 3.9 VACATION 
3.9.1 VACATION - ALLOTMENT - Only full time employees shall qualify for paid vacations 
according to the following schedule. "Full time employee" means any employee regularly scheduled 
to work 35 hours per week or more. Part time, temporary and seasonal employees are not eligible for 
any paid vacation. 
A - After one (1) full continuous year of service , based on an employee's anniversary date - 
five (5) days annually 
B - After two (2) full continuous years of service , based on an employee's anniversary date 
- ten (1 0) days annually 
C - After five (5) full continuous years of service , based on an employee's anniversary date 
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3.10.1 HOLIDAY SCHEDULING - A holiday falling on I Saturday will celebrated on the 
preceding Friday. In the event that Christmas Day falls on Saturda~. Christmas Eve will be observed 
on Thursday, and Christmas Day will be observed on Friday. A holiday falling on a Sunday will be 
celebrated on the following Monday. 
3.10.2 REOUIRED ATTENDANCE - Employees shall not be paid for holiday leave unless 
they work the last day prior to the holiday leave and the first day after such holiday leave. unless such 
absence is excused by the department head .. Employees who are required to work on a Holiday will 
receive compensation at the rate of two (2) times their regular rate of pay. 
ARTICLE 4 - SENIORITY & PROBATIONARY PERIOD 
41.1 SENIORITY ACCRUAL - Seniority shall begin with the employee's date of hire by the 
Town. 
4.1.2 LOSS OF SENIORITY - Seniority shall be terminated and an employee will be 
considered to have abandoned hislher employment and the employee shall be removed from the 
seniority list for the following reasons: 
1. If the employee quits. 
2. If the employee is discharged and the discharge is noir reversed through the grievance 
process of the Agreement or a judicial procedure. 
3. If the employee is absent for five (5) consecutive working days without noti:j;ing the Town 
and fails to give satisfactory explanations for the absence and lack of notice to the Town Supervisor. 
4. If the employee fails to report to work when recalled from layoff. 
5. If the employee is on layoff for a period exceeding twelve ( 13) months. 
4.1.3 PROBATIONARY PERIOD - New employees f r o r  outside the unit shall serve a 
probationary period in accordance with Civil Service Commission Rules and Regulations. After this 
period they shall attain seniority status. 
4.1.4 EXTENSION OF PROBATIONARY PERIOD - The probationary status may be 
extended up to a maximum of ninety (90) calendar days upon mutual consent of the Association and 
the Town Supervisor. 
4.1.5 SENIORITY ACCRUAL - PART-TIME EMPLOYEES - Part-time employees shall 
accrue seniority based upon their years of service and their regularly assigned hours of daily and 
weekly work credited pro-rata as full-time seniority. For example. an employee who is regularly 
assigned to work seventeen and one-half hours per week and who tsorks for two calendar ),ears at 
seventeen and one-half hours per week shall have accrued one year of full time seniority. 
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ARTICLE 5 - GRIEVANCE PROCEDURE 
5.1.1 DEFINITION - A grievance is a tenable claim by an employee that a specific provision 
of this Agreement has been violated. 
5.1.2 STAGE 1 - Grievant shall first discuss the matter with hisher immediate supervisor, 
with the objective of resolving the matter informally. If a resolution cannot be reached at this informal 
level, the grievant shall reduce hisher grievance to writing at Stage 2, on a mutually agreed upon form 
(attached hereto as Appendix A). 
5.1.3 STAGE 2 - The written grievance shall be submitted on Appendix A to the employee's 
immediate supervisor. The supervisor shall schedule a meeting within five (5) work days with the 
grievant. The grievant shall present the reasons and justification in support of hisher grievance. The 
supervisor shall respond in writing within five (5) work days following the meeting. 
5.1.4 STAGE 3 - If the grievant is not satisfied with the written decision of the immediate 
supervisor and wishes to proceed further under the grievance procedure. the grievant shall, within five 
(5) work days from when the immediate supervisor rendered the decision or should haw rendered the 
decision. whichever occurs first, submit a copy of the grievance to the Town Supervisor. The Town 
Supervisor shall hold a meeting with the grievant within five (5) work days after receiving the 
grievance. The Town Supervisor shall provide awritten response to the grievance within five (5) work 
days of the meeting. 
5.1.5 ARBITRATION - If the grievance is not resolved by the Town Supervisor's written 
response and the Association determines that the grievance is arbitrable. it must submit a written 
grievance within fifteen (1 5) work days of the Town Supervisor's w-ritten response to arbitration in 
accordance with the voluntary Labor Arbitration Rules of the Public Employment Relations Board 
(PERB). The Town and the Association may, on mutual agreement, meet at any time prior to the 
arbitration hearing, for the purpose of informally clarifjhg the issues and additional attempts to 
resolve the grievance. 
5.1.6 ARBITRATOR'S AUTHORITY - The arbitrator shall have no power or authority to 
render an award which is explicitly or by implication contrary to, inconsistent with. or lvhich adds to, 
detracts from, or modifies any express terms of the written Agreement. The arbitrator's award shall 
be final and binding if the award is not inconsistent with or contrary to any of the express terms of this 
agreement. The arbitrator has no power to add to, detract from, or change in any way the provisions 
of this agreement. The arbitrator shall have the power and authority to recommend the proper 
interpretation of this agreement, to decide whether or not the agreement has been violated. and to 
decide what the appropriate remedy shall be, if any. The arbitrator has no authority to reverse the 
judgment of a Town representative which is predicated on a rational basis in those circumstances and 
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situations which this agreement leaves to the judgment of that representati~e. 
5.1.7 TIME LIMIT FOR DECISION - The arbitrator shall rznder hislher decision. in writing. 
within thirty (30) days of the close of the hearing. 
5.1.8 COSTS - All of the costs of arbitration, including the arbitrator's services and his!her per 
diem expenses and actual and necessary travel and subsistence expenses. will be shared equally by the 
Town and Association. 
SECTION 5.2 TIMELINES 
5.2.1 INITIAL FILING - No grievance will be entertained and such grievance shall be deemed 
waived unless grievance is presented as stated in 5.1.2 within ten : 10) \\,ark days after the grievant 
knew or should have known of the act or condition giving rise to the grie~ance. 
5.2.2 APPEAL - If a decision at any step is not appealed to the next step of the procedure 
within the time line's time limit specified. the grievance will be deemed to be discontinued and further 
appeal under this grievance procedure will be barred. 
5.2.3 WAIVER- The time lines in all of Article six (6) ma) be waived by mutual agreement. 
which must be reduced to writing in either a memorandum of agrccrrent or other evidence of mutual 
agreement. such as a letter referencing such mutual agreement. 
SECTION 5.3 CHOICE OF FORUM 
5.3.1 ARBITRATION WAIVES OTHER FORUM - Ifa gric.\mce is submitted to arbitration. 
such submission shall constitute a choice of forum by the grievant and the Association. It constitutes 
a waiver and a bar to any and all rights the grievant or the Association has or may have had to submit 
the subject of the grievance for resolution or review to any judicial or other administrative agencj.. 
5.3.2 OTHER FORUM WAIVES ARBITRATION - If an smployee or the Association 
submits an issue in a judicial or administrative forum for resolution or re\izw of an issue which might 
also constitute an alleged violation of the Agreement. both the employee and the Association waive 
their right to submit said issue to arbitration. 
ARTICLE 6 - WORKING CONDITIOYS 
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6.1 OVERTIME 
All hours worked in excess of thirty-five (35) hours per week shall be considered overtime and 
shall be paid at the rate of time and one-half the employee's regular rate of pay or compensatory time 
off computed at the rate of time and one-half (1.5 hours for each hour worked). "Time Worked" shall 
include any hours paid. All overtime hours must be authorized and approved by the Town Supervisor 
or hisher designee prior to such hours being considered overtime hours worked. No overtime shall 
be worked unless scheduled by a department head in advance or unless said overtime is pursuant to 
an emergency situation which then must be approved by the department head at the earliest possible 
time. Overtime opportunities will be offered to qualified individuals who possess the necessary skills 
on a rotating basis in the order of seniority. In the event an employee called for overtime cannot be 
reached or refuses the work, he shall be charged with having worked the available overtime, and the 
employer shall contact the next qualified individual in the order of seniority. An employee cannot 
refuse overtime two (2) consecutive times, and if they do so they may be removed from overtime 
opportunities for one year. 
6.2 LUNCH - All members working at least seven (7) hours per day shall be given a 
duty-free unpaid lunch period of sixty (60) minutes per day. The scheduling of this lunch period shall 
be at the discretion of the employee's supervisor. All lunches shall be unpaid. 
6.3 CHANGE OF METHOD - Employees can be required to record and report their hours 
worked in any manner, form or fashion as selected by their supervisor. This may include. but is not 
limited to, any type of mechanical or electronic device. The Town reserves the right to change the 
manner in which employees' hours are reported and recorded. 
6.4 FULL-TIME EMPLOYEES 
6.4.1 DEFINITION OF FULL TIME EMPLOYEE - Full-time employees shall be defined for 
purposes of this Agreement as employees who are regularly scheduled and actually do F hysically work 
thirty-five (35) hours per week throughout the entire year of January 1 through December 3 1 of each 
and every year. 
6.5 BREAK TIME - Each employee shall be entitled to two (2) breaks per seven (7) hour shift 
of fifteen (15) minutes duration each in addition to the unpaid lunch break. Department heads shall 
regulate the timing of breaks and may require breaks to be taken at the work site. 
6.6 WORK SCHEDULES - The Town retains the right to alter work schedules and the 
assignment of employees to shifts at any time upon reasonable notice to employees. Employees shall 
be regularly assigned a shift of either 8:00 A.M. to 4:00 P.M. or 9:00 A.M. to 5:00 P.M. to provide 
service during these hours. This shall not preclude assignments to other working hours, as 
circumstances may require in the discretion of the Dept. Head, on a situational basis. "Reasonable 
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notice" of changes of regular working hours shall be ten (10) &lorking days notice. absent an 
emergency. 
6.7 CALL-IN PAY- An employee called in for emergency duty in addition to or outside of 
herlhis regular working hours at a time not immediately contiguous to herihis regular hours. shall be 
paid a minimum of three hours pay at straight time pay rates oncc during a twenty- four (24) hour 
period. If more than three (3) hours are actually worked. the employee shall receive pay for the time 
actually worked. 
6.8 CONFERENCES AND TRAINING - The Town will bear the cost of conferences or 
training sessions which it requires any employee to attend or which an employee attends at the Town's 
request , with the approval of the Town Board. All reasonable expenses including meals. tolls. 
mileage. parking and lodging incurred by the employee in connection with attending such conferences 
or training sessions will be reimbursed.Any employee who desires to attend any semigars or courses 
to enhance their job performance can request approval for such attendance from the Town Board at 
any time. 
ARTICLE 7 - LAYOFF, RECALL, AND TRAYSFERS 
7.1 - LAYOFFS AND RECALL 
7.1.1 REDUCTIONS IN FORCE - The reductions in force in this Town wiil take place as 
follows: 
A. All temporary, seasonal, probationary and provisionai employees shdl be reduced 
in force prior to the reduction of either regular part-time employees or full-time 
employees. Part-time employees shall accrue and maintain seniority derermined on a 
pro-rata basis. pursuant to section 4.1.5. 
B. Least senior employees shall be reduced first within classifications. 
C. Laid off employees shall retain recall rights for twelve ( 13) months. 
D. Recall shall be based upon seniority in the reverse order of lay off. 
7.1.2 CONSIDERATION FOR OTHER VACANCIES - Laid off' employees shall receive 
consideration for vacancies in other classifications for which they apply. and for which they are 
qualified pursuant to the determination of Niagara County Civil Service. The final dxision on this 
matter shall be at the Town Board's discretion. 
7.2 TRANSFERS 
7.2.1 VOLUNTARY TRANSFERS - Employees desiring to permanently transfer to otherjobs 
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shall submit a written application to their immediate supervisor, stating the reason for the requested 
transfer. 
7.2.2 INVOLUNTARY TRANSFERS - In the event of an involuntary permanent transfer, the 
Town shall, if possible, give ten (10) calendar days written notice of such transfer to the employee 
involved prior to the effective date of such transfer. The Town agrees to meet with the employee 
affected by the involuntary permanent transfer to discuss the transfer with the employee if the 
employee requests a meeting. 
ARTICLE 8 - DISCHARGE AND DISCIPLINE 
8.1.1 JUST CAUSE - Employees who have completed their probationary period with the 
Town shall not be disciplined or discharged without just cause supported by substantial evidence. 
"Just cause" shall be appealable through the grievance procedure, up to and including the arbitration 
stage . It is the intention of the parties that this remedy shall be a complete replacement of any and all 
employee rights under Sections 75 and 76 of the New York State Civil Service Law for all employees 
within the unit, whether subject to these sections or not. 
8.1.2 DISCIPLINARY ACTIONS - Disciplinary action shall include: 
1. All Suspensions without pay. 
2. Discharge 
3. Demotion and/or reduction in salary 
8.1.3 NON-DISCIPLINARY ACTIONS - Disciplinary action shall NOT include: 
1. Oral reprimand (documented by written memo) 
2. Written reprimand 
3. Counseling memoranda or written warnings. 
8.1.4 RIGHT TO WRITTEN NOTIFICATION - When discipline. including dismissal. is to 
be imposed on an employee, a written statement, (or a confirming memorandum, if the action is an 
oral reprimand) must be issued which clearly describes the impending discipline along with a 
statement of the penalty imposed, which shall be provided to the employee and the Union President. 
8.1.5 UNION REPRESENTATION - Employees who are to be disciplined (or subject to non- 
disciplinary actions, as indicated above) shall be entitled to have union representation. if so requested, 
and such discipline ( and non-disciplinary actions, as indicated above) shall be administered in private. 
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8.1.6 GROUNDS FOR DISCIPLINARY ACTIONS - Each of the following constitutes 
possible cause for disciplinary action: 
Fraud in securing employment; 
Incompetence; 
Insubordination; 
Dishonesty; 
Drunkenness on duty; 
Unlawful use or possession of drugs or controlled substances on duty; 
Absence without official permission; 
Conviction of a crime involving moral turpitude; 
Immorality on the job; 
Flagrant misuse of Town property: 
Use of any Town property for personal gain or services; 
Discourteous treatment of the public or other employees; 
Any other failure of good behavior or conduct which may be incompatible with public service: 
Failure to follow any adopted safety or work rules or procedures. 
This list is illustrative only, and is not all inclusive. 
ARTICLE 9 - SALARIES 
9.1.1 STARTING SALARIES - The starting salaries that shall be paid for all positions within 
the unit shall be in a range of $7.00 per hour to $1 1 .OO during the lerm of this agreement. 
9.1.2 SALARIES FOR EXISTING EMPLOYEES - A listing of the salaries for existing 
employees shall be set forth in an Appendix, Appendix C to this agreement. The parties agree to a 
sixty cents ($.60) per hour increase or four percent (4%) per year whichever is greater for each 
employee for 2003 and a fifty cent ($SO) per hour increase or four percent (4 %) per !:ear whichever 
is greater for each year of the remainder of the term of this agreement 3004. 2005. and 2006. for a 
four year term of 111 03 through 1213 1/06. 
9.1.3 LONGEVITY SCHEDULES - 
All full-time employees of the unit shall be entitled to the following longevity schedule of 
payments, based upon their periods of full-time service to the Town: 
15 years of service $250 per year 
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20 years of service $500 per year 
25 years of service $1,000 per year 
9.1.4 Deferred Compensation Plan- The Town agrees to continue its participation in the 
deferred compensation plan, with no contribution of Town funds, (exclusively employee 
contributions). 
9.1.5 Flexible Benefits Account-- 
A. The Town agrees to continue the Flexible Benefits Account, after 1213 l103,with a Town- 
funded contribution of seven hundred fifty dollars ($750) per year for employees with family plans 
and three hundred seventy- five dollars ($375) per year for employees with single plans, effective 
January 1, 2004, for all employees hired prior to June 16, 2004.The Town agrees to continue the 
Flexible Benefits Account, after 1213 1104,with a Town- funded contribution of five hundred dollars 
($500) per year for employees with family plans and two hundred fifty dollars ($250) per year for 
employees with single plans, effective January 1,2005, for all employees hired prior to June 16,2004. 
B. For all employees hired after June 16, 2004 the Flexible Benefits Account will be 
available for employees' personal contributions on a payroll deduction basis but there will be no 
contribution from Town funds. 
C. For the period of January I ,  2004 to March 29,2004, any employee who has exceeded the 
limits of seven hundred and fifty dollars ($750) for family coverage and three hundred and seventy-five 
dollars ($3 75) for single coverage shall be held harmless at the higher level of expenditures up to one 
thousand dollars ($1,000) for families and five hundred dollars ($500) for single coverage for 
expenditures made between January 1,2004 and March 29,2004. CSEA agrees to notifj all of its 
members of the new limits of seven hundred and fifty dollars ($750) for family coverage and three 
hundred and seventy-five dollars ($375) for single coverage immediately to avoid any further 
expenditures over these new limits. 
ARTICLE 10 - HEALTH INSURANCE 
10.1.1 HEALTH INSURANCE - The Town will provide Blue Cross Blue Shield Community 
Blue 111 and the Town retains the right to change health insurance coverage in the future as long as the 
change in carrier is mutually agreed upon between the Town and the Association. All current 
employees as of June 16,2004 shall be provided with coverage under the Community Blue I11 Plan, 
fully paid for by the Town regardless of their years of service. All current employees shall be 
responsible for the payment of all Co-Payments and deductibles. 
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The Town shall reimburse all employees hired before June 16. 2004 for the difference between co- 
payment amounts required by the coverage provided for under Cammuniry Blue I1 as opposed to 
Community Blue 111, independent of the flexible benefits plan. This reimbursement shall be done 
semi-annually, for the period of January 1 - through June 30 during the month of July ( July 1 - July 3 1) 
and during the period of July 1 through December 3 1 during the month of January (January 1 - January 
3 1 ). Employees shall present either original or duplicate receipts indicating payments made. and shall 
fill out any employer drafted, mutually- agreed upon forms to effectuate such payments. This 
reimbursement procedure shall not apply to employees hired after June 16. 2004. 
For all employees hired after June 16,2004 ,the Town shall provide health insurance coverage with 
Blue Cross Blue Shield Community Blue I11 and the Town retains the right to change health insurance 
coverage in the future as long as the change in carrier is mutually agreed upon between the Town and 
the Association, for all full time employees. The employee shall pay a percentage of the premium 
by payroll deduction for either single or family coverage based on the length of service with the Town 
with the balance of the premium payable by the Town as follows: 
L e n ~ t h  of full time service with Town Town Percentage Emplovee Percenta~e 
0 to 6 months 0% 100% 
6 months to 5 years 50% 50% 
More than 5 years 80% 20% 
More than 10 years 90% 10% 
10.1.2 FAMILY PLAN - If two employees are married to each other and have dependent 
children. the Town shall provide family coverage to only one employee. If two employses are married 
to each other and do not have dependent children, the Town reserves the right to provide two single 
plans, provided that it is less expensive than one family plan. When one plus one coverage becomes 
available. the Town has the right to apply said coverage to employees meeting the eligibility 
requirements. 
10.1.3 MEDICAL INSURANCE AT RETIREMENT- 
A. For all current full time employees hired before June 16.2004 the Town will provide 
medical insurance beginning at age 55 under the currently offered medical insurance coverage as it 
exists and as it shall be amended from time to time for employees \vho have served  he To~vn for a 
minimum period of ten (10) years of full time service. 
B. Such employees with a minimum period of ten ( I  0: years service ( up to fifteen (1 5) 
years of service ) shall be eligible for medical insurance coverage for a period of fifteen (1 5 )  years 
starting at age 55. 
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C. For all current full time employees with sixteen (1 6) or more years of sen ice. the Town 
shall provide the currently offered medical insurance coverage for a period of years equal to their years 
of service to the Town ( 1 year of service equal to one year of medical insurance coverage starting at 
the age of 55), to a maximum of thirty (30) years of medical insurance coverage starting at the age of 
55. This period of coverage shall not be pro-rated for any partial years of service past the employees 
last anniversary date. 
D. All eligibility for coverage shall cease upon the death or employment of an employee 
after age 55 who is hired by an employer who provides access to medical insurance coverage. 
Coverage shall be the same coverage provided to current employees at the same contribution levels. 
Once an employee becomes eligible for medicare, supplemental coverage shall be provided. 
E. For all employees hired after June 16,2004 the Town will provide medical insurance 
at retirement under the currently offered medical insurance coverage as it exists and as it shall be 
amended from time to time for employees who retire from Town Service with twenty-five (25) years 
of service to the Town, and who are at least fifty-five (55) years of age and who actually retire from 
Town service with the immediate receipt and eligibility for NYSLERS benefits, for a period of ten (1 0) 
years. All eligibility for coverage shall cease upon the death or re-employment of a retired employee 
who is hired by an employer who provides access to medical insurance coverage. Cokerage shall not 
be provided until and unless an employee is "retired" from Town service for purposes of receipt of 
NYSSLERS benefits and is at least fifty-five (55) years of age. Coverage shall be the same coverage 
provided to current employees at the same contribution levels for their years of service. Once an 
employee becomes eligible for medicare, supplemental coverage shall be provided. 
10.1.4 Health Insurance Waiver Payments - 
A. Any full-time employee within the unit that completely waives medical. dental, vision 
coverage, for an entire calendar year ( Jan. 1 - Dec. 3 1) shall be eligible for a medical insurance waiver 
payment of seven hundred dollars ($700.)per year if single coverage is waived and one thousand five 
hundred dollars ($1,500) per year if family coverage is waived. This payment shall be paid one-half 
(%) on July 1" for the waiver of the period of January 1- June 30th; and one-half (%) on January 1" for 
the period of July 1" through December 3 1"'. This payment shall be pro-rated, by increments of not 
less than a half month, if an employee requires re-entry into the Town's insurance coverage. Re-entry 
to the plan for active employees who had qualified for medical insurance waiver payments shall be 
governed by the rules of the health insurance plan provided for in this agreement. Re- entry shall be 
allowed for major life changes in circumstances, such as the death of a spouse, divorce. layoff, and 
plant closing. 
B. To be entitled to the payment referenced above, the unit member must produce proof of 
health insurance coverage from another source at the time of application( see appendix for health 
insurance waiver form). Re-entry shall be governed by the rules of the health insurance plan provided 
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for in this agreement. 
C. Where an employee has opted out of the Town's health i n s ~ r a n c e ' ~ ~ m  and health 
insurance coverage from another source becomes unavailable because of the death of the spouse, 
divorce, lay off, plant closing, or any other such reason. the employee and hislher dependents will be 
eligible to be reinstated in the Town's health insurance plan. 
D. Written notice must be provided by the employee within 30 calendar days of the event 
, 
which qualifies such employee for reentry into the plan. thereafter. reentry into the plan shall be 
accomplished as soon as possible. 
E. Any waiver obtained prior to such reentry within the same year shall be paid back on a 
pro rata basis. The option to select the waiver or reentry into the town's insurance plan to remain 
available at the time of annual open enrollment into medical insurance. 
10.1.5 DENTAL INSURANCE 
The Town will provide dental insurance comparable to the current plan from Delta Dental at 
no cost to the employee. The Town retains the right to change the dental insurance carrier in the future 
as long as the change in canier is mutually agreed upon between the Town and the Association. 
10.1.6 VISION INSURANCE 
The Town will provide vision insurance comparable to the current plan providd through the 
vision rider to the Community Blue Plan at no cost to the employee: The Town retains the-right to 
change the vision insurance carrier in the future as long as the change in carrier is rr.:~rually agreed 
upon between the Town and the Association. 
10.1.7 MEDICAL INSURANCE BENEFITS FOR PART TIME EMPLOYEES 
Part-time employees can enroll in the Town's Medical. Dental and Vision insurance plans after their 
completion of one (1) full calendar year of service, at their own expense. with no Tov:n contribution 
toward the premium. 
ARTICLE 11 - DURATION OF AGREEMENT 
This Agreement shall be effective January 1,2003, except as where otherwise indicated. and shall 
terminate on December 3 1,2006. 
IN WITNESS WHEREOF, the parties have caused this Agreement to be signed b!. ;he respective 
representatives 9th day of Dee .2OO4-. 
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Date 
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APPENDIX A 
STAGE 2 
GRIEVANCE FORM 
NOTE: PREPARE TWO (2) COPIES, KEEP ONE (1) AND SUBMIT ONE (1) TO 
YOUR IMMEDIATE SUPERVISOR. 
Name of the aggrieved party: 
Position of aggrieved party: 
Sections(s) of the Agreement claimed to have been violated: 
Date on which grievance is claimed to have occurred: 
Date on which the oral grievance was presented to the immediate supervisor: 
Describe briefly the facts of the occurrence which you are grieving including 
time. place and name of persons involved: 
What do you want the Town to do to correct the situation'.' 
Name: Address: 
Title: Telephone # W: Telephone # H: 
Social Security Number: Department: 
Date of Hire: 
APPENDIX B 
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EMPLOYEE APPRAISAL FORM 
Employee: 
Date of Hire: 
Period covered by this appraisal: to 
Date of Appraisal: 
Department Head Completing Appraisal: 
This employee has been appraised and evaluated on the following factors. The employee wil 
appraised on a point schedule from: 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Any employee receiving a rating of unsatisfactory to satisfactory shall receive written suggestions 
for improvement. Supervisors are encouraged to also comment on above average performance. 
15. ATTENDANCE 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
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16. QUANTITY OF WORK 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
17. QUALITY OF WORK 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
18. ATTITUDE TOWARD FELLOW EMPLOYEES, TOWN OFFICIALS AND THE 
PUBLIC 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
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19. KNOWLEDGE OF THE JOB 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
20. SAFETY AND ETHICS 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee' s Response: 
2 1. JUDGMENT AND DECISION-MAKING INITIATIVE 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
22. OVERALL CUMULATIVE APPRAISAL 
1 (Unsatisfactory - needs improvement) 
2 (Poor - below average) 
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3 (Satisfactory - average) 
4 (Good - above average) 
5 (Superior - well above average) 
Department Head's Comments: 
Employee's Response: 
.............................................................................. 
ADMINISTRATIVE: 
Department Head's Signature: Date: 
I have read this evaluation and find the information: - Accurate Inaccurate 
Do you wish to discuss this evaluation with 
someone other than the evaluator? Yes No 
I realize I have the option to file a statement of disagreement with the Department Head within ten 
(10) days of the date of the evaluation (below) which will be permanently attached to this 
evaluation. 
Employee Signature: Date: 
Department Head's signature 
Date: 
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Name 
-
Anderson, Mary G. 
Antkowiak, Cheryl A. 
Baker, Sndra M. 
Asst. Rec. of Tax 
Cutter, Linda M. 
Hayes, Joanne M. 
Kopasz, Amy R 
Recreation 
Records Management 
Krug, Lori L. 
Receiver of Taxes 
Lane, Alice A. 
Lesser, Kristina R. 
Pease, Lawrence C. 
Ricotta, Barbara A. 
Brown, Michael R. 
Shoemaker, John E. 
G I S. Coordinator 
